Purpose -The purpose of the paper is to present an empirical study based on a trainee-oriented systemic model for training transfer. The paper examines trainee characteristics which affect the motivation to learn and transfer and determine the trainees' entry behavior. Then, during the training process, the complex interactions among the trainer, the trainees and the content and method used are taken into account to assess what are here termed direct and indirect training transfer. Finally, organizational factors affecting both the training transfer and the trainee him/herself are examined. Design/methodology/approach -The authors used 44 in-depth interviews with trainees from different organizations who participated in a training program that was based on an innovative experiential training method (project method). Findings -The results reveal the importance of trainee characteristics in the training transfer process and provide useful insights regarding the design and management of the training program. Originality/value -The qualitative methodology used is a strong element of this study as it provides rich information regarding the training transfer process. The research design framework, i.e. interviewing trainees one year after the training took place, revealed important factors affecting the training transfer process.
The intensification of global competition, the changing marketplace and rapid technological advances demand a more flexible and competent workforce. Thus, the importance of organizational training has been recognized as a strategic force in the effort to raise competitiveness. Indeed, Stavrou et al. (2004) report that one of the main challenges human resource (HR) managers faced in the 1990s involved issues of training and development. The main goal of training is to provide, obtain and improve the necessary skills in order to help organizations achieve their goals and create competitive advantage by adding value to their key resources -i.e. employees.
With high investments in and allocation of resources to training, the need for justifying training effectiveness and documenting that employees can transfer and use the skills learnt to their work environment has accelerated. Therefore, what counts in every training program is whether the participants are able to transfer and apply the skills they learn to their work. Research has shown that 40 percent of the skills acquired during the training process are immediately transferred at work, 25 percent remain for a time period of six months and only 15 percent for a year (Burke and Baldwin, 1999; Facteau et al., 1995) . Baldwin and Ford (1988) define the training transfer in terms of two factors:
(1) maintenance of new knowledge and skills in time; and (2) generalization of new knowledge and skills.
Previous researchers report high failure rates on training transfer (Anthony and Norton, 1991; Garavaglia, 1993) . The term "generalization" refers to whether the employee applies the new knowledge, skills and behavior to a range of different situations occurring outside the training program (Adams, 1987) . The aim of this study is to present an empirical study based on trainee perceptions of training transfer at work and to determine the factors that trainees perceive as important in affecting the training transfer. In the following, we briefly present a literature review supporting the training transfer variables under investigation in our study. The methodological concerns and the results of the present study are then discussed. Final remarks, limitations and suggestions for future research are presented in the concluding section.
Background and research framework
There is a variety of theoretical and empirical approaches that examine the issue of training transfer (Baldwin and Ford, 1988; Geilen, 1996; Huczynski and Lewis, 1980; Kontoghiorghes, 2004) . These studies distinguish three categories of factors affecting training transfer at work:
(1) factors concerning the trainee; (2) factors concerning the training and the planning of the training program; and (3) organizational factors affecting the transfer as well as the training and the trainee.
Trainee characteristics
Research has shown that the characteristics of the trainee's personality directly affect the training process and training transfer (Ford et al., 1992; Warr et al., 1999) . The ability of the person to learn, synthesize, and connect what he has learnt to practice and transfer the skills and knowledge to work is the second factor for training transfer (Robertson and Downs, 1979) . Previous studies have identified the following trainee characteristics as affecting training transfer:
. the motivation of the person to learn and transfer the skills to his work (Facteau et al., 1995; Kontoghiorghes, 2002) ;
. his perception of opportunities to apply the new skills (Noe, 1986) ;
. his personal career goals (Tziner et al., 1991) ;
. the perception of the trainee regarding the management of his career goals through training (career utility), as well as the goals directly connected to his work (job utility) (Clark et al., 1993); and . organizational commitment (Facteau et al., 1995; Kontoghiorghes, 2002) .
Training design
In order to achieve successful training transfer to the workplace, the training program must be relevant to the job (Axtell et al., 1997; Kontoghiorghes, 2002; Rouiller and Goldstein, 1993) . However, it is not enough for the content of training to be relevant. The trainee must also understand the relationship between training and work practice to be able to make the transfer (Bates et al., 1997) . The planning of the training program is very important for its total success and therefore for training transfer at work. The goals and the extent of training, the training methods and means, as well as the training place and equipment, are important factors related to training program planning. The trainer himself must possess two essential characteristics. First of all he must be reliable, and secondly he must be effective. Finally, the content of the training must emphasize both theoretical and practical aspects, as well as the acquisition of knowledge and skills (Gauld and Miller, 2004) . A good combination of all these is important and leads to increased training transfer.
Organizational characteristics
The prevailing organizational climate concerning new knowledge and skills greatly influences whether the transfer will be made or not (Rouiller and Goldstein, 1993; Tracey et al., 1995) . A supportive climate increases the adoption of transfer strategies by the trainees as well as the transfer in general (Burke and Baldwin, 1999) . Superiors and colleagues are another important factor mentioned in the literature as affecting training transfer (Baldwin and Ford, 1988; Goldstein and Musicante, 1986; Noe and Schmitt, 1986) . The existence of available equipment used at work will affect the training transfer. Culture will or will not allow the employee to experiment on his new skills in his working position. An organizational culture emphasizing performance orientation values training and learning and taking initiatives . Moreover, in a highly humane-oriented organizational culture, practices reflect individualized consideration and informal relationships provide development opportunities to employees (Kabasakal and Bodur, 2004, p. 596) . Thus, we expect that in performance-oriented and humane-oriented organizational cultures there will be more opportunities for employees to experiment and transfer newly acquired knowledge and skills. Internal and/or external rewards are related to training transfer at work (Rouiller and Goldstein, 1993; Kontoghiorghes, 2001; Tracey et al., 1995) . Finally, a basic prerequisite for a company to undertake successful training programs is also its good reputation, not only regarding training, but its reputation in general (Switzer et al., 2005) .
Research so far has focused on the determination of the characteristics of the trainee and the training transfer climate in the organization and on how these affect training transfer. A recent model developed by Kontoghiorghes (2004) proposes the investigation of learning transfer in a systemic approach. This model examines the impact of organizational factors unrelated to training but affecting working performance. In this study we emphasize the role of the trainee, his characteristics and how he perceives the training and the training transfer to his work. We propose a systemic model which examines the training transfer process based on the trainee's perceptions. We assume that the trainee enters the training process having specific characteristics and motives. During the training process, the complex interactions among the trainer and the trainees influence trainee characteristics, knowledge, skills and abilities and result in direct or indirect training transfer to his work environment. Finally, organizational factors affect both training transfer rate and work performance, as well as the trainee himself, thus shaping his perception of learning and its transfer to the workplace.
Perceptions of training transfer
The training transfer model The model we suggest uses the systemic approach at the level of the trainee. For the model, the trainee is the basic inflow of the training system. Thus, to understand the training transfer process we need to understand all the factors affecting trainees as they enter training, during the training process and after training when they return to their work environment. The characteristics of the trainee, such as his personality, his ability to learn and transfer, his personal learning goals, job and career utility, his commitment to work, his perception for learning and its transfer at work are factors affecting the motivation of the trainee to learn and the transfer of training (Burke and Hutchins, 2007; Switzer et al., 2005) . When the trainee has a vested personal interest in a training program, it is possible that the person will do anything he can to do well during the training and acquire the knowledge and skills he himself values. Furthermore, when the person has set work or career goals he wants to achieve through training, it is more probable he will transfer the training to work. According to Facteau et al. (1995) , there is a significant differentiation in the degree of each person's motivation, which depends on internal and external motives and the rewards provided. As expected, the research showed that internal motives led to greater motivation of the person to learn and transfer the training to his work in comparison to external motives. On the contrary, when training was obligatory there was a negative impact on the motivation of the person to learn as well as to the motivation and actual transfer to the workplace.
As trainees enter the training process, a number of factors affect the learning phase, such as, the content of training, the trainer, the trainees, the training methods and the program's planning and design. The first theories on training transfer focused on the improvement of training planning and the content of the training (Huczynski and Lewis, 1980) . Cumulatively, these theories show that the methods used, the variety of training stimuli, which is related to the usage of various instructional methods, as well as the interaction of the trainees with each other and with the trainer create the proper learning environment and play a defining role in the training transfer. The content of the training program can be related either to the immediate trainee's work needs or to future career needs (Spitzer, 1984) . More recently, Lim and Johnson (2002) support that training content and learning objectives are related to either developing job-related skills or to learning more theoretical and conceptual issues. When the training focus is on specific job-related skills, the instructional strategies in training design must emphasize the application of the training content to the job for training transfer to occur. On the other hand, when the emphasis is on learning more conceptual issues, then training design must concentrate on applying learning in different contexts. Thus, the content of training, training objectives, instructional methods, as well as the means, establishments and equipment of training are all factors affecting the training process and the trainees involved.
Transfer occurs when the trainee exits training and applies what he has learned directly or indirectly to work. Direct training transfer to the workplace means that the trained employee is able to apply the knowledge and skills acquired to his work. Indirect transfer means that the trained employee may transfer to the workplace skills or attitudes that were developed in training, not as part of the training objectives but as a result of the interactions and methods used. Thus, working in a group, promoting self-confidence, self-esteem, being responsible, reliable, punctual, etc., are all possible skills and attitudes developed indirectly through training and may contribute to enhanced work performance (Baldwin and Ford, 1988) .
Finally, as the trainee enters the workplace after training he influences the organization directly or/and indirectly through the acquired knowledge and skills. He may influence job and organizational design by demanding more autonomy, task variety, and job involvement. Moreover, he may contribute to quality management and learning in the workplace. On the other hand, work-and people-related factors will influence trainees' perceptions by giving them feedback regarding the value of training and its benefits for both the trainee and the organization. Kontoghiorghes (2004) examined the influence of organizational factors on motivation to learn and transfer and individual and/or organizational performance. In our study, we examine if and how the individual can affect organizational factors through training transfer to the workplace. Thus, a reciprocal relationship may exist between the trainee and the organization.
Research methodology
To examine our model (shown in Figure 1 ) and study the interdependence of the factors affecting training transfer to the workplace we conducted research. The research objectives were threefold.
The first objective was to examine whether and to what degree the participants in the training program transferred to their work the knowledge and skills acquired at the seminar.
The second objective was to study the factors that support and hinder the participants' transfer of training to the workplace and to study the trainee himself and his characteristics and how these affect the training transfer.
We chose to study two groups of 21 persons and 23 persons, from different organizations, who participated in the training program "New challenges in the management of small and medium size commercial enterprises in the 21st century" of the Center for Promotion of Greek Commerce (KAELE). KAELE is the primary Two training groups following the same training program in the same time period were conducted. Forty-four trainees from different organizations, with different job positions and different educational backgrounds, followed the training program. This gave us the opportunity to examine simultaneously how the organizational and personal factors affect training transfer in a range of organizations.
An experiential training method, known as the project method, was used in the current study. Experiential training (project method) treats the trainee as an active researcher, as a co-researcher of his colleagues, assisting the undertaking of responsibility for the course of his training and the development of his critical thinking ability and his conscientiousness, whereas on the other hand it treats the researcher-trainer as a constructor and not as a consumer of knowledge which has been decided in advance and is ready for delivery (Brinia, 2008) .
The "project method" is based on the needs and interests of the group members regarding the content of their training. Trainees, along with the trainer, plan the training activities according to the units to be covered. In particular, on 10 April 2006 within the framework of the closing day of another seminar on general management, the researcher-trainer discussed the possibility of a new training program with the trainees for an hour. The trainees would suggest and plan the training content according to their professional needs. The objective of this meeting was to arouse the trainees' interest and to allow them to take an active part in the formation of their training. The trainees showed great interest and after discussing with each other for one more hour, they asked for the specific seminar by filling the respective application to KAELE. The training program took place from 22 May until 28 June 2006. The same holds for the second training program, which took place at the same time. It must be stressed that the subject of the training arose from the genuine interests of the trainees, after expressing their needs through the means of dialogue. The trainees were strongly concerned with management issues. They discussed, asked questions, and exchanged ideas. The trainer observed the undiminished interest of the trainees and provoked new discussions and thinking. The role of the trainer was to present the theoretical approach of the issue, using one third of the training time, whereas the rest of the time the trainees, in groups, decided to study and apply the knowledge acquired empirically to an enterprise of their own choice and to a product which was common to all the groups. The trainer and the trainees in cooperation planned training instructional strategies -i.e. interviews that the trainees themselves had to undertake with business executives, the collection of information from various organizations, literature review, case studies and field research. After formulating work groups and sharing responsibilities within groups, trainees started collecting material to be used as educational tools and training activities took place under the guidance of the trainer. The trainer during the whole training guided the trainees in their training process. At the end the participants gave and received feedback and evaluated the whole program.
According to Knoll (1997) , this method assists trainees to develop independence and responsibility, and to practice social and democratic modes of behavior. Thus, the trainee is at the center of the training process and assumes responsibility for his training.
The aims of the project method for the trainee are (Brinia, 2008) :
To learn without having the feeling that he is a passive receiver of ready-to-consume knowledge from the trainer. The personal interests and motives of the trainees are important.
. To become able to fully develop him/herself (linguistically, mentally, socially, emotionally, and technically).
. To become able to connect new knowledge to his already acquired experiences.
. To acquire skills in handling and solving problematic situations. To learn actively how to learn by developing research skills, cooperating in teams, accepting responsibility of presenting work to the class and giving and receiving feedback.
Third, the specific training had taken place almost a year previously and we wanted to examine and evaluate this specific trainee-centered method in training transfer one year later. We considered this time period necessary for our research purpose, as trainees were able to assess training transfer and remember and evaluate the training acquired. Thus, we conducted in-depth personal interviews, which included semi-structured personal interviews of 2-3 hours with each person separately, and these were used to investigate the trainees' perceptions regarding the degree of training transfer to their work, the knowledge, skills and attitudes acquired at the seminar, the factors that affected the transfer of training, and the personal characteristics of the trainees and how these affected the transfer.
Results

Participation and entry behavior in the training program
Due to the nature of the method used to identify the training need, the first questions examined the effect of trainees' participation in the training program design and formulation. More specifically, trainees stressed that the reasons that had motivated them to participate were related to their current job position as well as to their personal needs. The majority of trainees emphasized personal needs for their participation, which also reflects the uniqueness of the training needs analysis process that resulted in the specific training program. Indeed, the fact that trainees themselves proposed and designed training according to their needs was a strong motive to participate actively in the training.
Factors related to trainees' personal characteristics
The majority of the trainees stated that they participated in the program because their personal philosophy was that "knowledge is a power which is never wasted". This statement reflects trainees' perception about learning. Another argument revealing trainees' learning perception is that "knowing management theory always is helpful in managing our own personal lives". Furthermore, they mentioned reasons related to their personal growth. For example one participant stated that "knowledge becomes obsolete as time passes and I need to refresh my knowledge", while another mentioned that it was "purely for personal growth; it has nothing to do with my job". In addition, another participant had expressed that he wanted to apply management skills to his own work situation. Half of the trainees think that the internal rewards from Perceptions of training transfer participating in a training program are important as they get more self-confident that they have the necessary knowledge and they are abreast of new knowledge. The need for communicating and developing social relationships was also mentioned, as were related trainees' needs. "Career utility", which is the degree to which training can be useful in the career in general, is another factor affecting participation in the training program. Thus, when people believe that a specific training course will be useful in their current job position, they express interest and attend the program because they believe that it can be useful for their career in general. In our interviews, the majority of trainees mentioned that they wished to be prepared for any job that might come up and be able to find the job they dreamed of. "Job utility", which is the degree to which training can be useful in job performance, seems to be less important in trainees' initial motivation to participate in the training program concerned. A significant proportion of participants expressed their initial interest in participating in training to acquire knowledge and skills which would help them in their jobs. Regardless of the initial trainees' motivation to participate in the training program, the majority of the participants had positive expectations regarding training transfer to the workplace. These expectations formed trainee commitment and active involvement in the training process. These participants were thinking of how they could apply what they were learning to their work. They were interested in improving themselves at work, in enriching their job, in finding and suggesting new ways of operating, in getting their own voice heard in the company and getting credit for acquiring useful knowledge and skills.
A number of participants mentioned that they were motivated to participate in the training program due to their low level of job satisfaction. They wanted to enrich their skills and knowledge in order to find a new job. Thus, training was considered a significant alternative for personal growth, satisfaction and an opportunity for career prospects. Some of those participants also mentioned that they were thinking of starting their own company and therefore the knowledge and skills of the program would be directly useful to them. Thus, the training program's utility for the job, as well as for the future goal of entrepreneurship, formed positive expectations, and thus the initial motivation to learn. Even though they were aware of the difficulties regarding training transfer to the workplace, their initial motivation for participating and learning was high due to their personal needs.
The training process
As was mentioned before, one of the reasons for selecting the specific training program for our study was the training method used. In the second part of the interviews, we focused on exploring the impact of the specific training method on training transfer. First, we examined how people judged the project method in comparison to other methods they had experienced in other training programs; second, whether this particular method helped them more than other methods in the transfer of new knowledge and skills to work; and third, what differentiated it in comparison to other methods. All persons had participated in other training programs but did not have much experience in experiential training methods.
The great majority of answers regarding satisfaction with the project method were positive. Out of the 40 participants who answered positively, 35 thought this was the best training method they had experienced. More specifically, they mentioned that with this method one has the opportunity to design one's own training based on one's learning preferences, and to discover his weak and strong points regarding learning. In particular, when they presented their findings to the class, the questions raised and the interactions among the participants gave them immediate feedback on their work. Moreover, they mentioned that during their training they had the opportunity to apply theory to a real-world situation. They supported that when organizational conditions favor training, this method helps training transfer more than any other method. They emphasized that the knowledge and skills acquired using the project method will be maintained due to the experiential nature of the training. "This rarely happens with other training methods", they explained.
Only a few persons mentioned that training demands were sometimes exhausting and time-consuming, as they had to find relevant material and cases to bring into the classroom. However, one year later they realized that this was what they benefited from significantly. They argue that they have maintained what they had learned at that training, regardless of whether they had transferred it to their work.
Direct transfer
In our interviews one year after the training, almost all of these trainees expressed their disappointment as they did not manage to transfer the training to their work. Contrary to what we expected, the persons who said that they were thinking during training of how to apply what they were learning to their work finally transferred only a small percentage or even nothing at all. Even the persons who mentioned that they wanted to transfer their training to the companies they intended to start, never did start them. In those cases, trainees' initial motivation to learn was high but direct transfer was not realized due to personal and market barriers (financial and family problems).
The only exception was one participant who mentioned that he had transferred almost everything he had learned and had greatly influenced his work environment. We think it is worth analyzing this case because it is important to understand the process and the specific characteristics of the trainee and how he affected the organization. This person had Bachelor's and graduate degrees in chemistry and had been involved in quality management issues. He worked in a company whose main product is a depurative alcohol solution for the skin. The owner who managed the company was not educated; he was autocratic and very opinionated. The company was in a state of chaos. Employee turnover was very high, as they barely stayed for more than six months, and there were serious safety problems since the company had outdated equipment and the establishment did not comply with safety regulations. The participant mentioned that he expected the company to go bankrupt. So, after attending the seminar, he made the following changes: first of all, he differentiated the product as far as its chemical constitution was concerned. He had conducted a pilot customer survey and realized that the product caused xerodermia (dry skin). As a chemist, he added glycerin to the product, which makes peeling softer for the skin, and added some perfume too, so that the product would look more like a cosmetic product than an alcohol product. He also changed the packaging, so that it became more the packaging of a cosmetic and not an alcohol product. In terms of distribution, he made some agreements with supermarkets, inside and outside Athens. The production cost of the differentiated product was only 10 percent higher than the production cost of the Perceptions of training transfer old product, whereas the selling price of the new product was much higher. The owner was finally convinced to adopt the new product and its marketing when he realized the financial situation the company was in. Moreover, the participant's colleagues and subordinates were very encouraging in the implementation of the new plans.
Furthermore, the participant knew in advance the obstacles he would face with the owner as well as with the site and equipment, but he was prepared and willing to face them. His biggest motive for implementing his plan was not so much to prevent company from closing down, because he had no commitment to it. Rather, he wanted to try and see if he could make it as a businessman. This person had high self-esteem and self-efficacy.
Indirect transfer
It is certainly worth mentioning that the overwhelming majority of the people who did not transfer training to their work reported that they had benefited from the training. They report that they may not have transferred knowledge and skills directly, but indirectly there are some results evident in their work. More specifically, they refer to being more professional, consistent and careful in what they do. They feel that they are in a position to undertake a project and carry it through from start to finish, mainly because of the project method where they practiced such issues. Moreover, they feel that they can understand their colleagues more easily and work in a team. This, as we mentioned before, does not have to do so much with the content of the training itself, as with the way the training is conducted by means of the project method. Due to the experiential nature of the training they came in contact with practical issues, as well as with knowing themselves and their limitations better. They developed personal skills that were evident in their work performance.
Organizational factors
People who did not apply what they had learnt to their work focused on organizational factors that prevented them from transferring the training to their work. Organizational training culture seems to be the issue -that is, how companies approach training and what the underlying assumptions are regarding the value of training. Here, some examples from the interviews are provided to illustrate this idea. As one participant stated:
The company emphasizes learning . . . They want us all to go to all training programs suggested from the managers to the mere employees . . . However, when we return to the company we have to work as the owner and his son, who make all decisions, tell us.
Another participant mentioned:
They don't even listen to our opinion . . . They don't care about applying what we're learning . . . They don't give us that opportunity in any case . . . Just as long as we go to the seminars.
Finally, another one said: They decide . . . They'd rather be wrong and correct their mistakes to listen to our opinion . . . They are OK, as long as they decide on their own . . . In the end, the company gets caught up with the developments in the market".
In all these cases, we see the absence of training culture. For these companies training is an "obligation", an investment without return, they have to follow. Analyzing and identifying training needs according to company's objectives, determining training objectives and evaluating the effectiveness of training is a waste of time and money. They do not believe in training transfer as training is far from practice. Thus, training transfer is not an issue, training becomes obsolete and is considered a bad but necessary investment. Another important and related factor for trainees' difficulty in training transfer is the role of the supervisor/manager. Some of the trainees' replies were: "My manager:
. does not accept other people's opinions . wants us to be mere pawns . has no education in order to understand the needs for training . is elder and does not understand the needs for training .
does not want his subordinates to know more than he does . . .
. he is afraid he might lose his position and in three years he is retiring".
However, there are numerous negative implications for the company. The negative training climate has implications for the organizational climate, as employees feel they are not valued for what they know. Moreover, they feel angry and betrayed because they had been given a "false" opportunity to learn and develop and they are denied the right to exercise this knowledge and skills and prove their worth. In addition, they feel the company has money to waste, so their commitment and trust to the company and its management decreases. All these factors shape trainees' attitudes toward training and job performance as well. In the next training program they are advised to attend, their entry behavior and motivation to learn and transfer will decrease dramatically. This is in line with our previous findings that trainees do not value training for helping the company meet its objectives, but for themselves. The company gets a bad reputation regarding the training programs it provides. As employees mentioned, in the majority of the training programs they attend, they just want to have a good time and exert the minimum amount of effort. Furthermore, persons with more than five years of work experience in the company they work for evaluated the seminar less positively in comparison with employees with less experience in the company. Other factors mentioned affecting trainees' perception regarding transfer were the size of the company, and the job position (task significance, autonomy, feedback, etc.).
At this point we will refer once again to the "deviant" case of the person who not only transferred training to his work and his work performance but also affected organizational results.
In this case, we realized the important impact of the person in training transfer. More specifically, until the conduct of the specific interview we did not have in the model the influence of the "trainee" factor in the organizational factors. The impact of organizational factors on training transfer is well documented in the literature; however, in this extreme case, we realized that trainees can also affect organizational results.
Furthermore, in this case we experienced how the effect of personality is an important factor in overcoming the obstacles that may arise in a situation. This person told us he has worked as a sailor and a constructor in order to study and get his Perceptions of training transfer postgraduate degree and explained that he was not afraid of work or of risk-taking. He mentioned emphatically:
The worst thing that can happen to anyone is to die. Are you going to die if you try to differentiate a product and put in practice things you have learnt in a seminar?
Generally, he had a high internal motivation concerning what he wanted and how he could achieve his goals. What he was after was challenges, and personal development and growth. Moreover, he mentioned that the reaction of his colleagues and subordinates, who believed in his plan and encouraged him, was important as well. That is, even though the attitude of management was not encouraging, the rewards he got compared with what he offered to the company were minimal; even though the means, the equipment and procedures to implement what he had planned were limited, the support of colleagues and subordinates in some degree and his personality finally led not only to training transfer, but also to good organizational results.
Conclusions
This study proposed a systemic model in training transfer by examining the trainee as he enters the training process, the training itself, as well as the outcome of the training, i.e. what was actually transferred to work and the factors affecting it. We investigated the training transfer process of 44 persons from different organizations attending a training program. The program was based on an innovative training design using the project method, which is an experiential training method and is based on the interests and needs of the participants. In fact, the participants themselves define their training need and the content of their training, while the trainer provides the theoretical framework and guidance to training activities. Even though the results of this qualitative study are not generalizable, they are interesting as they provide useful insights into the process and into factors that influence it.
One of the most important findings of our research is the significant impact of trainees' goals and expectations regarding training transfer to the workplace at the beginning of the training. The person's goals had the most decisive role in transferring the training to work or not. Almost 50 percent of the people interviewed participated in training with the goal of developing their own skills and knowledge to be prepared for a future job, and not thinking of their current position. Thus, it was expected that training transfer would be limited, which was exactly what happened. Furthermore, the perception of a person concerning the opportunities to apply his new skills also plays a decisive role. People who believe and know in advance that they will not have any opportunity to apply their new skills did not transfer training to work. Since people know they will not have any opportunities to apply their new skills, they set their own goals, and training transfer to their work is not considered significant. This is in line with previous research, emphasizing that clarifying training expectations and goal-setting according to trainee needs are important factors in the effectiveness of training and training transfer (Latham and Frayne, 1989; Wexley and Baldwin, 1986) .
The impact of job and career utility factors is also related to the above. We found that even when people feel that the knowledge and skills to be acquired in a seminar are irrelevant to their job (job utility), they finally want to get them because they believe that they might be useful in their career in general (career utility). Subsequently, the effect of the career utility factor is much bigger than the effect of the job utility factor, whereas both factors are independent of each other. This is in line with the argument of Clark et al. (1993) , which supports that when trainees perceive that the training is useful to their career goals they are motivated to transfer the training to their work.
Moreover, the impact of "motivation to learn" and trainees' goals is significant and the two related factors are important for the training process. However, it became apparent from our research that the motivation of the person to learn does not mean that the person will afterwards transfer what he wanted and managed to learn. In order for the person to transfer the knowledge and skills acquired through training, he must also have the so-called "motivation to transfer" what he is learning to work. We saw that in cases where there was great motivation to learn a but lack of motivation to transfer, no training transfer at work took place. This is in contrast with previous research supporting a positive relationship between learning and transfer (Holton, 1996) .
In addition, we found that the person who makes the decision to participate in a training program is an important factor in the training transfer process. In our case it was not the organization that decided to conduct the training program for its employees. The employees decided for themselves to participate and played an active role in the content of their training. So, the motivation to learn was higher. However, we did not have the opportunity to examine in depth the influence of organizational factors in the motivation to learn and transfer. Moreover, training design and the specific method used, which was trainee-centered, play an important role in what we have called indirect training. Studies have seldom examined the impact of training design and methods on training transfer.
Throughout the interviews it was evident that the organizational culture regarding training is of great importance. Even though organizations encouraged the persons to participate in the seminar, supervisors were not actually interested in letting employees apply the skills and knowledge acquired to their work. Feelings of anger and disappointment prevailed which shaped the subsequent motivation to learn and transfer skills and knowledge to work, while the company acquired a bad reputation regarding training.
In addition, we found that the impact of the trainee's personality on training transfer may be also significant for the training transfer process. The person who managed to transfer to the workplace everything he had learnt and had a significant impact on organizational performance, even though he had to face numerous organizational problems, is a good example of how personality can influence training transfer. Future research should focus more on analyzing the impact of personality on overcoming organizational barriers to training transfer.
Another important finding concerns the concept of indirect transfer. Previous research has distinguished two types of training transfer, i.e. near and far transfer (Spitzer, 1984) . Moreover, Lim and Johnson (2002) suggest that training design, content and instructional strategies must be related to the objective of transfer, i.e. whether it is near or far transfer, for learning transfer to be realized. In our study, we distinguish two types of transfer, i.e. direct and indirect transfer. Thus, even though trainees mentioned they had not transferred what they had learned to work, these people felt that they had personal benefits from training, which they indirectly transferred to their work. More specifically, professionalism, punctuality, consistency, and team-working Perceptions of training transfer are all characteristics acquired through training, due to the method used, and transferred to work. Future research must focus not just on direct training transfer, but also on measuring any existent indirect transfer and how this may be reflected in employees' work performance.
The qualitative methodology used is a strong element of this study as it provided us with rich information regarding the training transfer process. Direct interaction with the participants allowed us to explore the issues of training transfer more dynamically. The research design framework, i.e. interviewing trainees one year after the training took place, revealed important factors affecting the transfer process. More studies, using a longitudinal methodology, are needed to examine the process of training transfer. Furthermore, our study did not allow us to examine the impact of training transfer on organizational performance. Future studies should also address this issue.
